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Background. The spread of COVID-19 has forced organizations to quickly offer 
remote work arrangements to employees.

Objective.  The study focuses on remote work during the first wave of the pan-
demic and describes how Russian employees experienced remote work. The re-
search has three main objectives: (1) to investigate the influence of gender and 
age on employees’ perceptions of remote work; (2) to investigate the relationship 
between remote work and psychosocial variables, such as remote work stress, re-
mote work engagement, and family–work conflict; (3) to examine whether and 
how much such psychosocial factors are related to remote work satisfaction and 
job performance. These objectives were the basis for developing six hypotheses.

Design. A cross-sectional study involved 313 Russian employees. Data were 
collected using an online survey distributed in April and May 2020. The hypotheses 
were tested using ANOVA, correlations, and multiple linear regression analyses.

Results. Women experienced more stress and more engagement when working 
remotely; older employees perceived remote work as a less positive experience; 
opinions about remote work and remote work engagement were positively related 
to remote work satisfaction; leader–member exchange (LMX) was a significant 
predictor of job performance.

Conclusion. During the lockdown, remote work was perceived as a positive ex-
perience. We discuss some practical implications for organizations and managers.
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Introduction
The health emergency caused by the spread of the new coronavirus (COVID-19) 
forced organizations and employees to rapidly adopt flexible work arrangements with 
the primary goal of slowing down the diffusion of the infection.

A report published by Ernest & Young (27 March 2020) showed that, during the 
first wave of the COVID-19 pandemic, all the interviewed Russian employers ad-
opted measures that changed their way of working, and 97% of companies partially 
or fully implemented remote work programs. The switch to remote work was the pri-
mary adjustment that Russian organizations used to respond to the health crisis. The 
adoption of this new arrangement was a challenge, because it was necessary to intro-
duce some changes to work procedures and to Russian legal regulations, which only 
partially supported this type of work. In 53% of cases, remote work was implemented 
through an additional agreement between employers and staff. In 32% of organiza-
tions, a new contract was requested, requiring additional effort for the organizations 
and their representatives. The health emergency raised the need for a step forward in 
the legislation. On 8 December 2020, Federal Law No 407-FZ amended the Russian 
Labor Code, introducing remote work and equating it with the pre-existing concept 
of “distance work”.

The scientific literature describes such work in many ways. One of the most com-
mon terms is teleworking, which is defined as “an alternative work arrangement in 
which employees perform tasks elsewhere that are normally done in a primary work-
place, for at least some portion of their work schedule, using electronic media to in-
teract with others inside and outside the organization” (Gajendran & Harrison, 2007, 
p. 1525). Other terms such as remote work, nomadic working, agile working, and 
homeworking (Groen, van Triest, Coers, & Wtenweerde, 2018; Karia & Asaari, 2016) 
are often used interchangeably with it. Despite differences in terminology, these 
names all emphasize the absence of a stable workplace and the use of information 
and communication technologies (ICTs). This paper uses the term “remote work” to 
describe the working from home that many Russian employees experienced during 
April and May 2020.

During the lockdown and subsequent phases of the health emergency, the pan-
demic forced employees to transfer to their homes as much as possible of the work 
regularly done in the office. Such arrangements made working in this period a bit 
different from the remote work experience of the past, when employees alternated 
working at the office and in other places. The pervasiveness of the technological com-
ponent made, instead, this work from home similar to the remote work experienced 
in the past by employees.

Over the years, many authors have studied the consequences of remote work for 
employers and employees (Groen et al., 2018). Baruch (2000) suggests that remote 
work may have consequences for a) identity (self-concept as teleworker and change 
in the family role); b) skills (the development of time management skills); c) context 
(control of environmental distractions); d) role demands (demands and constraints 
related to job activities and social relationships); and e) role outcomes (changes in job 
satisfaction and job performance).
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Mainly focusing on this last type of outcome, this study offers an overview of 
the experience of a sample of Russian remote workers during the first wave of the 
pandemic. In particular, this research contributes to: a) assess whether some socio-
demographic variables (gender and age) affect Russian employees’ perceptions about 
the psychosocial experience of remote work (opinions about remote work, remote 
work engagement, remote work stress, work–family conflict); b) evaluate whether the 
percentage of office activities accomplished at home and the extent of goal formaliza-
tion affect these psychosocial factors; c) test whether the aforementioned psychoso-
cial factors and the relationship of employees with their supervisor (leader–member 
exchange, LMX) are related to employees’ remote work satisfaction and job produc-
tivity.

In the next section, we explore the influence of gender and age on employees’ 
perceptions of remote work. Then, we describe the relationship between remote work 
and different psychosocial variables, such as opinions about this way of working, re-
mote work stress and engagement, and family–work conflict. Finally, we review the 
literature on predictors of remote work satisfaction and general job performance in 
order to clearly express the purposes of our study and then to show and comment on 
its results.

Literature Review and Hypotheses
Gender, Age, and the Experience of Remote Work
Various studies have investigated the association between socio-demographic vari-
ables and telework behavior (Drucker & Khattak, 2000; Parasuraman & Simmers, 
2001; Sener & Bath, 2011; Zhang, Moeckel, Moreno, Shuai, & Gao, 2020). Scholars 
found that flexible work was more attractive for females than males because it de-
creased work–family conflict, that is, the interference of work commitments over 
family commitments (Parasuraman & Simmers, 2001). Such evidence confirmed re-
mote work as the perfect solution for combining work and family demands (Huws, 
1996).

Home-based teleworking, however, should not be considered the remedy for all 
the difficulties that women experience when trying to arrange family life and work. 
In fact, remote work may reinforce the gendered division of labor (Sullivan & Lewis, 
2001) and increase men’s expectations that women should take care of family work 
(Hartig, Kylin, & Johansson, 2007; Toscano & Zappalà, 2020a). Accordingly, since 
women tend to dedicate more time and energy to household chores and childcare 
responsibilities than their partners, remote work may lead women to an increased 
perception of stress and isolation (Parasuraman & Simmers, 2001; Weinert, Maier, 
& Laumer, 2015).

On the other hand, the research also highlights that females are more motivated 
to work remotely by its flexibility, convenience, and autonomy. Therefore, lowering 
the conflict and increasing flexibility and autonomy may enhance women’s motiva-
tion to engage with remote work (Chapman, Sheehy, Heywood, Dooley, & Collins, 
1995). This consideration, combined with the previously stated research findings, 
leads us to hypothesize that:
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Hypothesis 1: During the remote work experienced in the lockdown, women were 
more engaged and had more positive opinions about remote work, but they were also 
more stressed and perceived greater family–work conflict than men.

The relationship between age and telework has been extensively investigated by 
scholars. Young and older workers constitute groups that experience both advan-
tages and disadvantages of remote work. For example, older workers are considered 
more frequently trustworthy, reliable, independent, and able to manage time, and 
therefore more suitable for remote work. On the other side, they may be less capable 
of adjusting to changes, especially to new technology, and therefore may be less suit-
able for remote work (Sharit, Czaja, & Hernandez, 2009). For instance, Sener and 
Bath (2011) found that employees over 30 years old can exercise personal choices 
regarding work arrangements and goal setting, while younger employees are more 
accustomed to working on-site in order to create relationships with colleagues and 
supervisors. Therefore, according to this study, young people would be less interested 
in remote work than older ones.

In contrast, according to Drucker and Khattak (2000), younger workers gener-
ally prefer to work from home because they are more comfortable using ICTs than 
are older workers. On the other hand, a study conducted in the academic context of 
an advanced post-Soviet country found no significant age differences in telework use 
(Arvola & Kristjuhan, 2015).

Despite the conflicting results, younger generations place greater importance on 
work–family balance than their older colleagues. They use telework to improve their 
quality of life and reduce conflict with their partner (Kwon & Jeon, 2017). At the 
same time, a recent study by Raišienė, Rapuano, Varkulevičiūtė, and Stachová (2020) 
found that older workers emphasized the disadvantages of telework. They preferred 
more contact with managers and colleagues, faced several difficulties in self-orga-
nization, and perceived higher work–family conflict. In contrast, their younger col-
leagues mostly recognized that work flexibility required specific skills and competen-
cies. Therefore, based on previous literature, we hypothesize the following:

Hypothesis 2: During remote work experienced in the lockdown, age was posi-
tively related to remote work stress and negatively related to opinions about remote 
work, leader–member exchange, remote work engagement, and family–work con-
flict.

Percentage of Office Activities Done Remotely and Remote Work Goals
An important area in the study of remote work pertains to the practical aspects of 
teleworking, such as the number of office activities carried out at home or the mo-
dalities used to define work goals. However, despite the importance of these remote 
work characteristics, research has not yet focused much attention on these aspects.

In this study, the amount of activities performed remotely indicates the percent-
age of tasks usually performed at the office that employees were able to perform from 
home (which we defined as “percentage of office activities at home”). Our concep-
tualization considers how much the office work was reorganized to be performed at 
home during the health emergency.
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Two studies treated the number of remote activities in terms of hours spent work-
ing remotely, finding that too much teleworking may have harmful effects (Golden 
& Veiga, 2005; Virick, DaSilva, & Arrington, 2010). However, although a later study 
partially disproved their thesis (Vander Elst et al., 2017), these authors claimed that 
there is a curvilinear relation between the extent of remote work and job satisfaction: 
at low levels of remote work, individuals are still capable of taking advantage of social 
interactions with colleagues, which enhances their job satisfaction; conversely, large 
amount of remote work increases social isolation, which decreases job satisfaction 
(Toscano & Zappalà, 2020b).

In the case of the COVID-19 pandemic, many employees were forced to per-
form their work activities only from home. There is little evidence of the effects of 
substituting direct contact among colleagues with communication via the Internet 
(Fonner & Roloff, 2012). On the other hand, the introduction of communication 
systems increasingly similar to face-to-face interaction, made possible by advances 
in technology (e.g., video call programs), may reduce social isolation by increasing 
social participation (Baker et al., 2018; Kato, Shinfuku, & Tateno, 2020).

Due to the absence of specific studies on the subject, there is limited evidence on 
the amount of “usual office activities” carried out in remote work. There is only some 
evidence on the amount of weekly time spent working remotely. We hypothesize that 
employees having an adequate amount of activities to carry out remotely experience 
the same psychological effects when they work the same amount of time (in terms of 
hours per week) in the office. In other words, we expect that the possibility to carry 
out remotely the same amount of work done in the office may have positive conse-
quences for homeworkers, such as more engagement and less stress. Therefore, we 
hypothesize that:

Hypothesis 3: During remote work experienced in the lockdown, the percentage 
of office activities was positively related to opinions about remote work, remote work 
engagement, and leader–member exchange, and negatively related to remote work 
stress and family–work conflict.

Goal formalization in remote work during the pandemic was also a focus of our 
attention. This study considers how supervisors and managers established goals that 
employees had to pursue when working at home. Setting goals is critical for increas-
ing job performance because it leads employees to act according to the goal’s require-
ments (Locke, Frederick, Lee, & Bobko, 1984).

We distinguished three degrees of goal formalization: a) undefined goals, b) oral-
ly defined goals, and c) written goals. Although the previous literature did not study 
the differences among these modalities, we conceive written goals as the most ad-
vanced way, since they give employees a clear guideline, clarify when they reach the 
goal and, in the end, improve their engagement toward work goals.

Research highlights the importance of setting goals as a functional and moti-
vational practice (Locke & Latham, 2006), but less attention has been given to its 
implementation modalities. To solve this theoretical gap, we hypothesize that setting 
written goals has positive outcomes for homeworkers, since they can check objec-
tives at any time and set sub-goals to organize their work. Thus, we hypothesize the 
following:
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Hypothesis 4: During remote work experienced in the lockdown, the formal-
ization of work goals was positively associated with opinions about remote work, 
remote work engagement, and leader–member exchange, but negatively associated 
with remote work stress.

Predictors of Remote Job Satisfaction and Job Performance
The scientific literature suggests that remote work is generally related to higher job 
satisfaction  and job performance (Allen, Golden & Shockley, 2015; Toscano & Zap-
palà, 2020a).

Gajendran and Harrison (2007) observed that telework was positively related to 
employees’ job satisfaction. As mentioned above, previous studies (Golden & Veiga, 
2005; Virick et al., 2010) found a curvilinear relation between remote work and job 
satisfaction, and that remote work is positively related to job satisfaction when there 
are lower levels of teleworking. Remote work satisfaction—that is, the satisfaction 
experienced for work done remotely—is also positively related to good relationships 
in the workplace (e.g., with colleagues; Allen, et al., 2015), organizational support, 
and leader–member exchange (Baker, Avery, & Crawford, 2007; Golden, 2006). Fur-
thermore, remote work is perceived as a positive experience, and when employees are 
highly engaged in remote work, they also have a reasonable opinion of it (Derks, van 
Duin, Tims, & Bakker, 2015). Therefore, in line with previous literature (Nakrošiene, 
Buciuniene, & Goštautaite, 2019), we argue that engagement and positive opinions 
about remote work are positively related to satisfaction with remote work and, ac-
cording to the previous results, we hypothesize that:

Hypothesis 5: During remote work experienced in the lockdown, remote work 
satisfaction was positively related to remote work engagement, opinions about re-
mote work, and LMX, and negatively related to remote work stress and family–work 
conflict.

Previous studies examined several variables affecting the relationship between 
remote work and job performance. For example, Gajendran and Harrison (2007) 
argued that relationships with colleagues and supervisors influence job performance. 
In particular, LMX enhances productivity and supervisors’ evaluation. Breevaart, 
Bakker, Demerouti, and van den Heuvel (2015) demonstrated that work engagement 
is also positively associated with job performance, because vigor, dedication, and ab-
sorption (the components of work engagement) allow employees to work with energy 
and enthusiasm, and to be absorbed in the work tasks. Therefore, even during a lock-
down, high levels of remote work engagement may ensure good job performance.

On the contrary, family–work conflict and job stress should be associated with 
decreased job performance. Among the numerous studies on this aspect, Netemeyer, 
Maxham, and Pullig (2005) found a negative relationship of family–work conflict 
with both in-role performance and extra-role performance as evaluated by super-
visors. Analogous results have been confirmed also by recent studies (e.g., Nohe, 
Michel, & Sonntag, 2014). Although these relationships were less investigated in a 
remote work context, we argue that comparable results should be observed in remote 
work during the lockdown, especially considering that governments mandated it and 
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that there was limited opportunity to prepare employees to work remotely. In other 
words, we argue that the family–work conflict experienced during the lockdown may 
decrease job performance. Therefore, based on previous literature, we hypothesize 
that:

Hypothesis 6: During remote work experienced in the lockdown, job performance 
was positively related to remote work engagement, opinions about remote work, and 
LMX, and negatively related to remote work stress and family–work conflict.

Methods
Procedures
The current study has a cross-sectional design. Data were gathered through an online 
survey administered through the platform Qualtrics, distributed in April and May 
2020 and aimed to investigate the experience of homeworking during the first wave 
of the pandemic in Russia.

The study used a convenience sampling technique based on voluntary participa-
tion. To follow the Declaration of Helsinki concerning ethics in research, complete 
confidentiality of individual responses was guaranteed, and the questionnaires were 
collected anonymously.

Participants
The sample consisted of 313 participants, 219 (70%) of whom were females. Fifty 
percent of respondents were between 36 and 55 years old. Length of service ranges 
between 0 and 34 years old, with a mean value of 7.6 years. Half of the participants 
(50%) had a Master’s Degree or a Ph.D. Most respondents work in the tertiary sectors: 
143 (45.7%) in the private sector, 134 (42.8%) in the public sector, and the remain-
ing 10% in the primary or secondary sector. The majority of the sample (64%) was 
composed of employees, while 34% were supervisors, managers or middle managers.

Measures
The survey was composed of different sections: 1) the first investigated opinions and 
experiences about remote work during COVID-19; 2) the second investigated opin-
ions and experiences about one’s work in general and, 3) the third included socio-de-
mographic information. Except where otherwise specified, the study used a 5-point 
Likert-type response scale ranging from 1 (completely disagree) to 5 (completely 
agree). All items were administered in the Russian language.

1) Opinions and Experiences About Remote Work
The percentage of office activities (tasks usually performed at the office) that employ-
ees performed at home was measured with a single item. The possible answers were: 
less than 25%, between 25% and 50%, between 50% and 75%, and more than 75%.

Goal formalization: a question examined how supervisors defined task goals dur-
ing the lockdown. The answer options were “not defined at all”, “defined orally” or 
“defined in writing”.
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Remote work stress was measured using the 4-item scale developed by Weinert et 
al. (2015). An example of an item is “I feel exhausted working from home”.

Remote work engagement was measured using the ultra-short 3-item scale vali-
dated by Schaufeli, Shimazu, Hakanen, Salanova, and De Witte (2019). Examples of 
items are “When working remotely: 1) I feel full of energy; 2) I am excited about my 
work”.

Family–work conflict was measured using three items of the scale developed by 
Netemeyer, Boles, and McMurrian (1996). An example of an item is “The demands 
of my family or partner interfere with my work activities”.

Opinions about remote work were investigated using the 4-item scale developed 
by Staples, Hulland, and Higgins (1999). Examples of items are “Remote work is not 
a productive way of working” and “Remote work is difficult”.

Remote work satisfaction was measured using three items derived by Lee and 
Brand (2005) and previously used by Toscano and Zappalà (2020b). Two examples of 
an item are “Once the emergency is over, if I had to decide to work remotely again, 
I would choose it” and “If a friend asked me if it is appropriate to work remotely, I 
would recommend it”.

2) Opinions and Experiences About One’s Work
Leader–member exchange (LMX) was measured using the 7-item scale developed 
by Graen and Uhl-Bien (1995). An example of an item is “My leader recognizes my 
potential”.

Job performance was measured using a 6-item scale developed by Staples et al. 
(1999). Examples of items are “I believe I am an effective employee” and “I am happy 
with the quality of my work output”.

3) Socio-Demographic Measures
Finally, we recorded gender (1 = male, 2 = female), and age (six age ranges were 
provided; 1: less than 25 years old, 2: 26–35; 3: 36–45; 4: 46–55; 5: 56–65; 6: over 65).

Data Analysis
Before testing the hypotheses, Cronbach alphas, means, and standards deviations 
were computed. ANOVA was used to test hypothesis 1, and correlations and linear 
regressions were used to test, respectively, hypotheses 2–4 and hypotheses 5 and 6. 
All the analyses were carried out using SPSS 26.

Results
Mean values, standard deviations, bivariate correlations, and Cronbach alphas are 
presented in Table 1. Scores higher than the mean value were observed for several 
variables and suggest, for instance, that employees were generally engaged and satis-
fied with the experience of remote work and had a reasonable opinion of their remote 
work experience during the lockdown.
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An ANOVA performed to test hypothesis 1 showed that women reported greater 
perceived stress than men (Mw = 3.06; Mm = 2.39; F = 13.03, p < .01). No gender dif-
ferences were observed in family–work conflict and opinions about remote work, 
whereas women showed greater remote work engagement than men, although the 
difference was only marginally significant (Mw = 3.15; Mm = 2.92; F = 3.42, p = .06). 
Hypothesis 1 is thus only partially confirmed.

Age was negatively correlated with remote work engagement (r = -.15; p < .05), 
opinions about remote work (r = –.15; p < .05), and LMX (r = -.15; p < .05), thus 
indicating that older employees experienced remote work less positively. Age was 
not related to family–work conflict and remote work stress. Thus, hypothesis 2 was 
partially confirmed.

The percentage of office activities performed remotely was positively related to 
opinions about remote work (r = .29; p < .01) and remote work engagement (r = .27; 
p < .01). No significant relationships were found with LMX, remote work stress and 
family–work conflict.

The formalization of the work goals was associated with remote work engagement 
(r = .15; p < .05), while it was not related to opinions about remote work, remote work 
stress, and LMX. Therefore, the observed results confirm only partially hypothesis 4.

Finally, to test the remaining two hypotheses, our independent variables were 
regressed on remote work satisfaction and remote work job performance. Table 2 
shows that remote work satisfaction was significantly and positively related to re-
mote work engagement (β = .20; p < .01) and opinions about remote work (β = .47; 
p < .01), and negatively related to remote work stress (β = –.25; p < .01). Since LMX 
and family–work conflict were unrelated to remote work satisfaction, hypothesis 5 
was only partially confirmed. The second regression showed that job performance 
was significantly and positively related only to LMX (β = .43; p < .01), making hy-
pothesis 6 only minimally confirmed.

Table 2
Linear regression with remote work satisfaction and job performance as dependent variables

Remote work satisfaction Job performance

B SE β B SE β

1.  Remote work stress –.23** .05 –.25** .02 .04 .04

2.  Remote work engagement .28** .08 .20** .08 .05 .11

3.  Family–work conflict .02 .05 –.01 .00 .04 –.01

4.  Opinions about remote work .60** .08 .47** .00 .05 .00

5.  Leader–Member Exchange –.02 .07 –.02 .34** .05 .43**

R² .60 .21

F 64.99** 11.78**

Note. *p < .05 **p < .01
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Discussion
The current study had the main objective of investigating how Russian employees 
perceived homeworking during the lockdown. To slow down the spread of the coro-
navirus, Russian companies rapidly reorganized their way of working, allowing em-
ployees to work from home. The results only partially confirmed our six research 
hypotheses, and five main results could be highlighted in this section.

First, women experienced greater remote work stress and remote work engage-
ment than men. Being more stressed and, at the same time, more engaged with re-
mote work during the lockdown is coherent with previous literature: remote work 
offered more flexibility and more autonomy to women that increased their remote 
work engagement (Chapman et al., 1995). On the other hand, the long period of 
social isolation from the workplace and the increased time dedicated to family needs 
may have also exacerbated feelings of stress (Wang et al., 2020).

Second, the results highlighted that homeworking was, in general, a worse ex-
perience for older employees than for their younger counterparts. As age increased, 
participants reported lower engagement, less positive opinions about remote work, 
and lower LMX. This result is coherent with that observed by Drucker and Khattak 
(2000), who maintain that remote work engagement and opinions may depend on 
the extent of confidence in the use of ICTs. Older employees are less engaged with re-
mote work probably because they are less accustomed to such technology. Thus, our 
results confirm the findings by Raišienė and colleagues (2020) that older employees 
tend to emphasize the disadvantages of telework. Finally, the decrease in social inter-
actions with managers or supervisors might cause a lower LMX.

Even hypothesis 3 was only partially confirmed. The results showed that when 
employees performed a higher percentage of office activities at home, they also had 
more positive opinions about remote work and greater remote work engagement. 
Our results are not in line with those of Golden and Veiga (2005) and Virick et al. 
(2010), who found that more hours spent teleworking are associated with negative 
perceptions about it. However, homeworking during the lockdown can be consid-
ered a very different situation from teleworking before the pandemic. In a few words, 
our respondents probably emphasized the importance of carrying out as many office 
activities as possible at home, as a sort of reassuring substitute for normality that re-
duced social isolation and kept them busy with daily work tasks.

Fourth, hypothesis 4 was only minimally confirmed, suggesting that having clear 
and explicit work goals has a limited correlation with individual and work aspects. 
The extent of goal formalization was associated only with work engagement, which 
suggests that having clear and written goals (rather than oral or no formal goal at all) 
can be a significant motivational factor to pursue work goals with time, energy, and 
effort. Having clear goals and guidelines usually increases the opinion that remote 
work can be a suitable and valid alternative to office work and improves the rela-
tionship with the leader that assigns clear goals and tasks, but this was not the case. 
According to the goal-setting theory (Locke & Latham, 2006), a possible explana-
tion is that, regardless of whether employees received goals from their supervisor, 
respondents had their own work goals and used them to drive and monitor their job 
performance. Furthermore, we cannot exclude that our inconsistent results might 
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be related to the operationalization of the goal formalization variable that we used. 
Future studies should use a different measure of goal formalization, which might also 
include self-assigned goals.

Finally, hypotheses 5 and 6 were also only partially confirmed by the multiple re-
gression analyses. In particular, we notice that remote work satisfaction and job per-
formance, as two different outcomes (the first related to remote work and the second 
related to general work), also have different predictors. Remote work satisfaction was 
mainly related to individual factors (positive opinions about remote work, remote 
work engagement, and reduced remote work stress). In contrast, job performance 
was related to the social-organizational aspect of leader–member exchange. Contrary 
to our expectations, family–work conflict was not related to remote work satisfaction. 
One possible explanation is that, when present, family–work conflict might delay 
or undermine work tasks without affecting satisfaction with remote work as a form 
of flexible work arrangement. Thus, future studies should better examine whether 
employees would recommend remote work to others or work remotely themselves 
regardless of potential interference of family duties with their work. In addition, the 
patterns we found can be explained by the fact that remote work satisfaction is a sub-
jective experience and thus more related to individual variables connected with re-
mote work (such as remote work engagement or stress). In contrast, job performance 
is a more general concept that includes both home and office tasks and thus is more 
related to general work processes, such as LMX. This reasoning might explain why 
none of the remote work variables was related to job performance.

Practical Implications
The spread of the coronavirus and the diffusion of remote work pose major challeng-
es to the world of work, in Russia and elsewhere. The findings of this research suggest 
some practical implications for companies, managers, and human resources experts.

First, the study suggests that organizations and HR officers should consider socio-
demographic characteristics when implementing remote work programs. Women 
and older employees may find impediments in adopting flexible work arrangements, 
especially at home. The whole society should consider that the workload experienced 
by women, who have to attend to both remote work and family duties during the 
pandemic, might cause stress with its adverse effects. Although gender was not re-
lated to family–work conflict, the issue should be further investigated. The needs 
of older employees should also be more thoroughly explored and addressed: older 
workers showed more reluctance to work remotely than their younger colleagues. 
Therefore, managers and HR officers should develop practices that support them in 
switching from office to remote work. Their reluctance might also be related to diffi-
culties using technological tools, so organizations should provide older workers with 
the necessary skills to manage the devices and software that enable remote work.

An interesting finding of this study is the positive relationship between the per-
centage of office work performed at home and more positive opinions about home-
working and greater remote work engagement. These results suggest that organiza-
tions should establish activities to be implemented outside the office to involve more 
employees in remote work programs, increase the variety of home tasks, improve 
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employees’ remote work engagement, and set work goals to pursue at home, thus 
increasing engagement. Organizational performance might eventually be improved 
by this activity.

Organizations may improve their remote work programs also by empowering 
the relationships between employees and managers. Trust and the quality of the rela-
tionship between managers and workers acquire even more importance and seem to 
predict job performance. Structuring meetings, as well as virtual events, become very 
important to maintain a positive relationship. Finally, the literature suggests that, in 
preparing plans to implement long-term remote work, alternating employees’ pres-
ence in the office and at home should be preferred (Golden & Veiga, 2005; Zappalà, 
Toscano, & Topa, 2021).

Limitations and Future Research
The contributions of this study should be considered in light of its limitations. First, 
the research used a cross-sectional design, which limits the possibility of drawing 
causal inferences. Since the findings of this study may be essential to understand 
the difficulties of the workforce due to the health emergency, the results should be 
confirmed using a longitudinal study design. Future research regarding remote work 
during the COVID-19 pandemic should use this type of research design.

A second concern relates to the sampling technique used for the participants’ 
selection. The convenience sampling technique based on voluntary participation de-
creases the generalization of the findings, including because the survey was distribut-
ed online and respondents belong to different industries, organizations, and job posi-
tions. Future research should involve a sampling technique in which specific contexts 
(sector or organization) should be addressed. The study also suggests additional re-
search directions. In this research, we introduced two new variables related to the 
percentage of office activity and how goals are formalized. We emphasize the need 
for further analyzing these variables, since we consider them very promising. Finally, 
although we have highlighted the importance of performance and satisfaction, it is 
important first to assess the performance of remote work and, second, consider re-
mote work performance measured at the group level or using objective criteria.

Conclusion
The health emergency has extensively changed our way of performing work and con-
sidering flexible work arrangements. This study underlines how some aspects can be 
important for employees who work remotely. On the one hand, psychosocial varia-
bles such as remote work engagement and leader–member exchange positively influ-
ence, respectively, remote work satisfaction and job performance. On the other hand, 
employees’ opinions about remote work were more positive when performing a high 
percentage of office activities at home. This highlights the importance of remote work 
not only as a parachute for the COVID-19 pandemic, but as a more complex trans-
formation of organizations and their way of working. For this reason, organizations 
should plan the implementation of remote work with a long-term perspective if they 
are to observe positive consequences for both organizations and employees.
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